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The shortage of secondary agricultural education teachers within the United States 
is nothing new.  Several studies have investigated the supply and demand of secondary 
agricultural education teachers to fill teaching vacancies.  However, learning how to 
prevent secondary agricultural education teacher attrition is another problem.  The 
purpose of this research was to determine the effect education level attainment and 
method of teacher certification of secondary agricultural education teachers in Region IV 
(Illinois, Indiana, Kentucky, Michigan, Missouri, and Ohio) of the National Association 
of Agricultural Educators had on who may be at risk for leaving the teaching profession.  
Risk analysis was based on the constructs 1) Alternative Career Opportunities, 2) 
Expectations versus Realities, 3) People Frustrations, and 4) Passion for the Profession.   
A descriptive and ex post facto, causal comparative design was utilized for this 
study. The population for this study consisted of 2,125 secondary agricultural education 
teachers in Region IV of the National Association of Agricultural Educators.  Participants 
(n = 425) were randomly selected based upon a 20% sample size from each of the states 
 
 
within NAAE Region IV.  Potential participants were emailed invitations to participate as 
well as an active link to the survey through Qualtrics® program.  A final sample size (n = 
137) was used once missing and incomplete data were removed leaving a 33.3% response 
rate. 
 Data analysis revealed that secondary agricultural education teachers in the 
sample were primarily male (61%), most often held a Bachelor’s plus degree (28%) as 
the highest level of education obtained, were traditionally certified (87.6%) and taught an 
average of 11.7 years.  Seventy-five percent of respondents were married.  The results 
indicated the Expectations versus Realities construct as having the highest attrition risk 
means followed by Alternative Career Opportunities, People Frustrations, and Passion 
for the Profession.  There were no differences found for the overall attrition risk and four 
constructs when comparing traditionally and alternatively certified secondary agricultural 
education teachers.  Additionally, no differences were found in overall attrition risk 
scores and the four construct scores among educational levels for secondary agricultural 
education teachers in Region IV. 
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The shortage of secondary agricultural education teachers within the United States 
is nothing new.  Since the establishment of secondary vocational agriculture courses 
through the Smith-Hughes Act of 1917, research has indicated the lack of supply of 
qualified agriculture teachers to meet growing program demands (Jarvis, 1921).  Even in 
these early years of secondary agricultural education, colleges and universities were 
encouraged to increase the number of program graduates and to provide summer training 
courses to assist in training and preparing secondary agriculture teachers to meet these 
growing demands (Jarvis, 1921).  Over the years, studies have continued to investigate 
the supply and demand for secondary agricultural education teachers (Camp, 2000; 
Camp, Broyles, & Skelton, 2002; Kantrovich, 2007; National Association of Agricultural 
Educators, 2013) to assist agricultural teacher education programs to prepare and “recruit 
enough qualified people into teaching to fill the need of the profession for replacement 
teachers” (Kantrovich, 2007, p. 3).  However, identifying the supply and demand needs 
of qualified teachers is just one component of the agricultural education teacher shortage 
problem.  Learning how to prevent and reduce teacher attrition is another. 
Teacher attrition can be defined as the reduction, decrease, or rate at which 
teachers leave the teaching profession altogether (Ingersoll & Smith, 2003; Lemons, 
2013; Scammahorn, 2014).  Within the last four decades, researchers have shifted their 
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attempts to determine teacher attrition risk factors and to develop methods that will better 
recruit, prepare and retain secondary agricultural education teachers in the profession 
(Darling-Hammond, 2000b; Dillon, 1978; Doerfert, 2011; Grissmer & Kirby, 1987; 
Ingersoll, 2003; Ingersoll & Smith, 2003; Lemons, 2013; Moore & Camp, 1979; 
Scammahorn, 2014; Whitener et al., 1997).  To aid in the recruitment of secondary 
agricultural education teachers, the National Association of Agricultural Educators 
(NAAE) developed the Teach Ag Campaign, a secondary agricultural education teacher 
recruitment initiative to encourage students to consider a career teaching agriculture 
(NAAE, 2013).  Within the Teach Ag Campaign, the NAAE has developed the State 
Teach Ag Results (STAR) Program (National Association of Agricultural Educators, 
2014).  The STAR Program established teams consisting of agricultural education leaders 
from universities, state departments of education, alumni, and agriculture teacher 
associations within selected states for “assessing, planning, and implementing initiatives 
that will deliver agriculture teacher recruitment and retention results” (NAAE, 2014, p. 
1).  Grants were awarded to participating states to develop strategies for creating or 
improving teacher mentoring programs, scholarships, recruitment, professional 
development, teaching awards, and licensure assistance for new or alternatively certified 
teachers (NAAE, 2014). 
Recruiting more teachers is just one step towards meeting the demands of having 
a sustainable and highly qualified supply of secondary agricultural education teachers in 
the profession (Doerfert, 2011).  The Bureau of Labor Statistics estimates that 
employment opportunities for secondary career and technical education teachers 
(including agricultural education teachers) is projected to grow 5% by the year 2022 
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(U.S. Department of Labor, 2014).  This growing demand for qualified secondary 
agricultural education teachers also presents numerous challenges for school 
administrators and students.   
One method used by schools to address secondary agricultural education teacher 
shortages is through the hiring of alternatively certified teachers (Humphrey & Wechsler, 
2007).  According to Foster, Lawver, and Smith (2015), approximately 13 percent of 
newly hired secondary agricultural education teachers did not possess an agricultural 
education teaching license.  Alternatively certified teachers often possess Bachelor’s 
degrees in areas other than agricultural education (Rocca & Washburn, 2006), or have 
content knowledge gained from previous professional or occupational experiences 
(Ruhland & Bremer, 2003).  Typically, alternatively certified teachers have not 
completed a traditional teacher education program (Walsh & Jacobs, 2007).  Research is 
still needed as to determine if alternatively certified teachers help reduce overall 
secondary agricultural education teacher shortages.  Previous research tends to indicate 
that those teachers who are alternatively certified are more prone to leave the profession 
earlier than those teachers who have completed traditional certification programs 
(Darling-Hammond, 1997; Knobloch & Whittington, 2002; Robinson & Edwards, 2012). 
Purpose of Study 
The purpose of this research was to determine the effect educational level 
attainment and method of teacher certification of secondary agricultural education 
teachers in Region IV of the National Association of Agricultural Educators had on who 
may be at risk for leaving the teaching profession.  Risk analysis was based on the 
following constructs as developed by Lemons’ (2013) research regarding: 1) Alternative 
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Career Opportunities, 2) Expectations versus Realities, 3) People Frustrations, and 4) 
Passion for the Profession.   
To guide this study, the following research objectives were developed: 
1. Describe the demographics and career characteristics of secondary 
agricultural education teachers in Region IV of the National Association 
of Agricultural Educators. 
2. Identify the current attrition risks for secondary agricultural education 
teachers in Region IV as determined by the Agriculture Teacher Attrition 
Risk Assessment Questionnaire. 
3. Compare the attrition risks between traditionally certified and alternatively 
certified secondary agricultural education teachers in Region IV of the 
National Association of Agricultural Educators as determined by the 
Agriculture Teacher Attrition Risk Assessment Questionnaire. 
4. Compare the attrition risks among educational levels obtained by 
secondary agricultural education teachers in Region IV of the National 
Association of Agricultural Educators as determined by the Agriculture 
Teacher Attrition Risk Assessment Questionnaire. 
Statement of the Problem 
Secondary agricultural education programs have been facing a shortage of 
qualified teachers for several decades (Jarvis, 1921) and a number of national studies 
have related this shortage due to teacher attrition from the teaching profession (Goldring, 
Taie, & Riddles, 2014; Keigher, 2010).  According to NAAE (2015), nationwide, 992 
secondary agricultural education teachers are needed to fill vacancies in the profession.  
 
5 
Of those 992 positions, over 250 are needed due to the growth of agricultural education 
programs; however, 739 secondary agricultural education teachers were needed to fill 
those positions left vacant by teachers leaving the profession (NAAE, 2015).  Within 
Region IV (Illinois, Indiana, Kentucky, Michigan, Missouri, and Ohio), there was a loss 
of 184 secondary agricultural education teachers.  These vacancies were in consequence 
to the expansion or creation of new programs, previously unfilled teaching positions, and 
losses of secondary agricultural education teachers through retirement and attrition 
(NAAE, 2015).  The NAAE stated that 51 secondary agricultural education teaching 
positions were filled by someone not licensed in agricultural education, and another 11 
teaching positions were left unfilled due to a shortage in secondary agricultural education 
teachers (NAAE, 2015).  The questions must be asked, what are the possible attrition risk 
factors causing such large percentages of teachers to leave the profession, and what are 
the possible solutions? 
Operational Definition of Terms 
The following is a list of terms defined operationally for the specific purpose of 
this study.  
1. Agricultural Teacher Attrition Risk Assessment Questionnaire. A survey 
tool used to assess the attrition risk of secondary agricultural education 
teachers (Lemons, 2013).  
2. Alternative career opportunities.  “The exploration of, preparation for, and 
seizing alternative career opportunities” (Lemons, 2013, p. 61).  The 
internal or external motivation to “investigate and prepare for an eventual 
change in career path” (Lemons, 2013, p. 61). 
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3. Alternatively certified teacher. The process in which states allow able 
individuals to teach in public schools without first passing through a 
college of education in order to make it less cumbersome for individuals 
without teaching degrees to enter the classroom (Walsh & Jacobs, 2007).  
4. Attrition. Attrition is the reduction, decrease, or rate at which teachers 
leave the teaching profession altogether (Ingersoll & Smith, 2003; 
Lemons, 2013; Scammahorn, 2014). 
5. Bachelor’s plus.  An educational level after having earned a bachelor’s 
degree that includes other college coursework credit beyond the initial 
bachelor’s degree. 
6. Career and technical educators. Secondary teachers who specialize in the 
skilled trades, applied sciences, modern technologies, and career 
preparation. Can also be referred to as vocational education. (Hidden 
Curriculum, 2014) 
7. Expectations versus realities.  Real or perceived, internal or external, 
influences regarding the expectations of secondary agricultural education 
teachers and the profession (Lemons, 2013). 
8. Master’s plus.  An educational level is defined as having earned a master’s 
degree and other graduate school coursework beyond the master’s degree 
level.    
9. People frustrations. A feeling of anger or annoyance as a result of difficult 
relationships with “teaching partners, students, parents, administrators or 
community members” (Lemons, 2013, p. 73).  
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10. Passions for the profession. A combination of helping students succeed, 
sharing his or her love of agriculture, and the enjoyment of student 
learning through competition (Lemons, 2013).  
11. Region IV of the National Association of Agriculture Educators.  Region 
IV consists of six states: Illinois, Indiana, Kentucky, Michigan, Missouri, 
and Ohio within the National Association of Agricultural Educators 
organization (NAAE, 2015)  
12. Secondary agricultural education teacher.  Professionals who teach a 
variety of subjects including but not limited to horticulture, animal and 
plant science, soil sciences, and agricultural technology to students in 
grades 8 through 12 (Lemons, 2013; Scammahorn, 2014) 
13. Traditionally certified teacher.  The teacher certification process offered 
by universities and colleges for Bachelor’s or Master’s in education 
degrees holders and seekers; programs include conventional curriculum, 
program length, and student teaching internship requirements. (Lowery, 
Roberts & Roberts, 2011).   
Assumptions 
1. It was assumed that the participants in the study interpreted each item in 
the survey accurately and appropriately and responded honestly.  
2. It was assumed that the participants in the study provided an accurate 
insight into assessing the risk of attrition among current professionals in 
Region IV.  
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3. The Agricultural Teacher Attrition Risk Assessment Questionnaire 
provided the correct indicators for Region IV of the NAAE. 
Limitations 
1. This study focused only on secondary agricultural education teachers’ 
perceptions.  No observations of teachers or interviews took place.  
2. There are many extraneously-influenced variable not considered in this 
study.  
3. All data was self-reported.  Therefore, participants who have not stayed in 
their positions were not available to provide equally valuable information 
related to the reason(s) for their departure.  
4. The use of the online survey instrument was limited to those participants 
who use a school supplied email address.  
5. Data was collected for the six states comprising Region IV and may not be 
generalized to the entire secondary agricultural education teaching 
profession. 
6. The Agricultural Teacher Attrition Risk Assessment Questionnaire was 
validated by the instrument’s author (Lemons, 2013); however, 
Scammahorn’s (2014) use of the instrument was the initial usage of the 
instrument for data collection.  
Significance of the Study 
The results of this study will contribute to the body of knowledge regarding 
secondary agricultural education teacher attrition risks factors in regards to teacher 
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certification method and educational level or degree obtained as determined by the 
Agriculture Teacher Attrition Risk Assessment Questionnaire (Lemons, 2013) and the 
four attrition risk constructs 1) Alternative Career Opportunities, 2) Expectations versus 
Realities, 3) People Frustrations, and 4) Passion for the Profession.  Agriculture teacher 
education programs and school administrators can use the information gained from this 
study to create curricula and improve professional development programs to retain 
teachers in secondary agricultural education programs. 
Agriculture teacher educators will have a better understanding of the attrition risk 
factors associated teaching.  This knowledge can help develop real-world solutions to 
prepare pre-service teachers when faced with potential attrition risks factors, including 1) 
Alternative Career Opportunities, 2) Expectations versus Realities, 3) People 
Frustrations, and 4) Passion for the Profession.  Additionally, the findings from this study 
can be used within agricultural education graduate programs to assist in preventing 
attrition.  
The results of this study can offer useful information to alternative teacher 
certification programs to develop curricula to assist in preventing attrition risks from this 
population of teachers.  Alternative certification programs help to reduce the number of 
agricultural education teacher vacancies (Walker, Garton, & Kitchel, 2002) due to a 
shortage of qualified teachers.  Alternative certification programs can use the information 
to create professional development programs to help better prepare alternatively certified 




Lastly, school administrators can use the findings from this research to learn how 
to retain teachers and to create a more positive and productive school environment.  
School administrators can use mentoring programs and encourage collaboration among 
teachers.  Additionally, school administrators can encourage faculty and staff members to 
participate in professional development and take advantage of educational opportunities 




REVIEW OF LITERATURE 
The purpose of this chapter is to examine the existing literature related to 
secondary agricultural education teacher attrition and the possible impact teacher 
certification methods and teacher education level obtainment has on teacher attrition 
risks.  By definition, teacher attrition is the reduction, decrease, or rate at which teachers 
leave the teaching profession altogether (Ingersoll & Smith, 2003; Lemons, 2013; 
Scammahorn, 2014).  Research attempts have been made in the last four decades to 
determine teacher attrition risk factors and to develop procedures that will better recruit, 
prepare and retain secondary agricultural education teachers in the profession (Darling-
Hammond, 2000b; Dillon, 1978; Grissmer & Kirby, 1987; Ingersoll, 2003; Ingersoll & 
Smith, 2003; Lemons, 2013; Moore & Camp, 1979; Scammahorn, 2014; Whitener et al., 
1997). 
Researchers for The National Center for Educational Statistics (NCES) have 
conducted the Teacher Follow-up Survey (TFS), using samples of elementary and 
secondary school teachers to gain information as to teacher attrition rates (Goldring, Taie, 
& Riddles, 2014; Keigher, 2010).  Results of the 2008-2009 TFS highlighted that of the 
nearly 3.3 million public elementary and secondary school teachers in the 2007-2008 
academic year, approximately 8% left the teaching profession (Keigher, 2010).  When 
examining only beginning teachers (those with 1 to 3 years of teaching experience), 
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approximately 9.1% left the profession after the 2008-2009 academic year (Keigher, 
2010).  From the TFS of the 2011-2012 academic year, Goldring, Taie, and Riddles 
(2014) similarly reported that 8% of teachers left the profession.  However, the number of 
beginning elementary and secondary teachers leaving the profession fell from 9.1% in 
2010 (Keigher, 2010) to 7% in 2014 (Goldring, Taie, & Riddles, 2014).  Although the 
overall percentages of teachers leaving the profession seem to be stable, there is an 
apparent reduction in the percentage of beginning teachers leaving the profession 
(Goldring, Taie & Riddles, 2014; Keigher, 2010).     
The National Association of Agricultural Educators (NAAE) stated that within 
Region IV (which includes Illinois, Indiana, Kentucky, Michigan, Missouri, and Ohio), 
there was a loss of 184 secondary agricultural education teachers in addition to the 11 
unfilled full-time positions in agricultural education programs as of 2014.  These 
vacancies were in consequence to the expansion or creation of new programs, previously 
unfilled teaching positions, and loss of secondary agricultural education teachers through 
attrition (NAAE, 2015).  Of those secondary agricultural education teaching position 
vacancies in Region IV, 51 alternatively certified teachers were hired to fill the large 
number of position vacancies (NAAE, 2015).   
A further examination of the literature will focus on the impact of the type of 
teacher certification method, as well as the effect of teacher education level, or degree 
obtainment on secondary agricultural education teacher attrition risks as determined by 




Several researchers have stressed the teacher shortage issue (Goldring, Taie, & 
Riddles, 2014; Ingersoll, 2003; Keigher, 2010).  In an earlier study, Ingersoll (2001) 
indicated that the attrition rate of teachers is typically higher than other occupations.  
Secondary agricultural education programs are not exempt from high attrition rates and 
turnover.   
Chapman’s model of the influences of teacher attrition will serve as the 
conceptual framework to guide this study as it supports the use of the instrument 
designed by Lemons (2013).  Chapman’s model of the influences of teacher attrition (see 
Figure 1) (Chapman & Green, 1986) suggests a number of factors can influence or 
impact a teacher’s decision on whether or not to remain in the teaching profession.  
Factors that can influence a teacher’s decision range from personal characteristics, 
external influences, educational preparation, commitment to teaching, and the quality of 
teaching experiences and career satisfaction (Chapman & Green, 1986).  Chapman and 
Green (1986) indicated that all areas of influence must be considered when attempting to 
determine teacher attrition risk factors.   
External factors which can lead to teacher attrition include seeking alternative 
employment opportunities and employment climate (Chapman & Green, 1986).  A 
number of studies have indicated alternative employment opportunities and employment 
climate as major issues in leading to teacher attrition (Goldring, Taie, & Riddles, 2014; 
Ingersoll & Smith, 2003; Keigher, 2010; Lemons, 2013; Scammahorn, 2014; Whitener, 
Lynch, & Fondelier, 1997).  Typically, job dissatisfaction (Ingersoll & Smith, 2003; 
Whitener et al., 1997), low salaries (Ingersoll & Smith, 2003; Moore & Camp, 1979; 
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Whitener et al., 1997), and the amount of time invested, as well as long working hours 
(Knight, 1978; Moore & Camp, 1979), and a mismatch of long-term career goals (Moore 
& Camp, 1979) are cause for teachers to seek out alternative employment. 
Teachers who remained continuously in the teaching profession were more highly 
satisfied with their teacher preparation programs and educational experiences than those 
participants who left the teaching profession or never taught (Chapman & Green, 1986).  
Additionally, respondents who continuously taught were more highly satisfied in their 
overall careers than those who taught, left, and came back to teaching, and those who left 
teaching altogether (Chapman & Green, 1986).  However, respondents identified as 
continuous teachers were the least satisfied with their current salary levels and showed 
little importance given to co-workers when asked about making friends at work and 
others taking an interest in the respondents (Chapman & Green, 1986). In agricultural 
education, previous studies have found that a majority of secondary agricultural 
education teachers are satisfied with their current teaching positions, but are still at risk of 
attrition as they become more dissatisfied (Chenevey, Ewing, & Whittington, 2008; 
Clark, Kelsey, & Brown, 2014; and Kitchel, Smith, Henry, Robinson, Lawver, Park, & 
Schell, 2012)  
The focus for this study will investigate if teacher education level, such as degree 
obtained, as well as, the type of teacher certification method (traditionally certified or 
alternatively certified) impact secondary agricultural educators attrition risk.  From the 
Agriculture Teacher Attrition Risk Assessment Questionnaire, four constructs are 
assessed: Alternative Career Opportunities, Expectations versus Realities, People 
Frustrations, and Passion for the Profession.  Ultimately, these factors as identified by 
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Lemons (2013), have the potential to influence a teacher’s decision on whether or not to 







































































































































































Teacher Certification Methods 
The need for secondary agricultural education teachers has been an area of focus 
for numerous researchers (Camp, 2000; Camp, Broyles, & Skelton, 2002; Kantrovich, 
2007; National Association of Agricultural Educators, 2013).  Kantrovich’s (2010) 
supply and demand study of secondary agricultural education indicated there was a 
continual demand for secondary agricultural education teachers.  More recently, within 
NAAE Region IV, 51 secondary agricultural education teaching positions were being 
filled by someone not certified in agricultural education, and 11 full-time positions were 
left unfilled as of 2014 (NAAE, 2015).  The statistics from the NAAE (2015) indicate a 
need to prevent the attrition of traditionally certified and alternatively certified secondary 
agricultural education teachers in the profession.  
Traditional Certification 
Teachers who are considered traditionally certified have completed the 
certification process offered by universities and colleges for Bachelor’s or Master’s 
degrees in education; programs include conventional curriculum, program length, and 
student teaching internship requirements (Lowery, Roberts & Roberts, 2011).  Darling-
Hammond (1997) stated that “in fields ranging from mathematics and science to early 
childhood, elementary, vocational, and gifted education, teachers who are fully prepared 
and certified in both their discipline and in education are more highly rated and are more 
successful with students than are teachers without preparation, and those with greater 
training in learning, child development, teaching methods, and curriculum are found to be 
more effective than those with less” (p. 10). This statement is supported by Knobloch and 
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Whittington (2002) where the researchers identified beginning teachers who completed a 
student teaching internship were more confident in their teaching and were more effective 
due to the “technical, professional, and pedagogical knowledge” (p. 333) gained from a 
traditional teacher preparation program. 
Robinson and Edwards (2012) concluded that traditionally certified secondary 
agricultural education teachers in Oklahoma were found to be more likely to remain in 
the teaching profession versus those who were alternatively certified.  However, 
traditionally certified secondary agricultural education teachers are not exempt from job 
stressors that can lead to leaving the profession (Roberts & Dyer, 2004).   
Alternative Certification 
One of the most commonly used methods for filling teacher vacancies in 
secondary agricultural education has been through the hiring of alternatively certified 
teachers (Humphrey & Wechsler, 2007).  Alternative certification is a process in which 
states allow individuals to teach in public schools without first passing through a college 
of education in order to make it less cumbersome for individuals without teaching 
degrees to enter the classroom (Walsh & Jacobs, 2007).  Typically, alternatively certified 
teachers are those who possess a Bachelor’s degree in a subject area other than 
agricultural education (Rocca & Washburn, 2006) or have professional or occupational 
experience (Ruhland & Bremer, 2003).  Additionally, Rocca and Washburn (2005) 
indicated teachers who are alternatively certified tend to possess higher educational 
degrees as compared to teachers who completed traditional certification routes. 
Kantrovich’s (2010) supply and demand study for secondary agricultural 
education teachers indicated that in 2009, approximately 390 secondary agricultural 
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education teaching positions were filled with those holding some type of alternative 
certification methods in agricultural education.  This trend of filling teacher vacancies in 
secondary agricultural education programs with alternatively certified teachers is at its 
highest in nearly 35 years (Kantrovich, 2010). 
Teacher certification methods also affect student achievement, which may play a 
role in whether teachers remain in the profession.  In a study conducted by Darling-
Hammond, Holtzman, Gatlin, and Heilig (2005), teachers who were alternatively 
certified, or were without certification, had negative impacts on student achievement as 
measured in standardized reading and math scores.  Darling-Hammond (2000) posits that 
lower student achievement may lead to teachers feeling less satisfied with the teaching 
profession and leave teaching altogether. 
As presented by Rocca and Washburn (2006), more than half of secondary 
agricultural education teachers in Florida were alternatively certified.  Additionally, 
researchers indicated that no differences existed in the perceived levels of teacher 
efficacy between traditionally and alternatively certified teachers.  In the Roberts and 
Dyer (2004) study that compared traditionally and alternatively certified secondary 
agricultural education teachers, approximately 52% of alternatively certified teachers 
indicated that professional development opportunities were needed in the area of 
managing and reducing work-related stress.   
Although the abovementioned studies report the struggles associated with 
alternative certification, Humphrey and Wechsler (2007) reported that within five of the 
seven alternative certification programs studied, more than half of all alternatively 
certified teachers plan on teaching for at least 10 years.  However, researchers did 
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highlight that “intention does not necessarily translate into retention” (Humphrey & 
Wechsler, 2007, p. 504). 
Impact of Educational Level 
The National Center for Educational Statistics (May, 2013) generated a 
descriptive list of the percentages of public elementary and secondary schools teachers 
based upon highest degree earned by state.  The list of highest degree earned for teachers 
within those states that comprise Region IV of the National Association of Agricultural 
Educators is identified in Table 1 (NCES, 2013).  With the exception of Kentucky (75%), 
nearly 88% to 93% of teachers in each state within Region IV possess either a Bachelor’s 
degree or Master’s degree.  Although Kentucky only had 75% of teachers with 
Bachelor’s or Master’s degrees, Kentucky did have the highest percentage of teachers 
possessing a Specialist or Doctorate degree at 20% (NCES, 2013). 
Table 1 Highest Degree Earned for teachers in public elementary and secondary 
schools by state: 2011-2012 
 Percent of teachers, by highest degree earned (std. error in parentheses) 
State 
Less than 




Illinois 2.7 (0.81) 32.6 (2.53) 57.8 (2.44) 7.0 (1.34) 
Indiana 2.2 (0.52) 43.6 (3.04) 47.4 (3.29) 6.9 (1.45) 
Kentucky 5.1 (1.22) 17.5 (2.24) 57.5 (2.58) 20.0 (2.11) 
Michigan 2.3 (0.55) 29.8 (2.50) 62.9 (2.52) 5.0 (1.40) 
Missouri 4.4 (0.91) 33.3 (2.90) 57.5 (2.96) 4.8 (0.94) 
Ohio 5.3 (1.17) 24.0 (1.79) 64.5 (2.16) 6.2 (1.28) 
 
As addressed by Tillman (2008), previous studies (Darling-Hammond 1984; 
Schlechty & Vance, 1983) have concluded that teachers who are highly qualified are just 
as unhappy and are at risk of leaving the profession as those who are less qualified.  In a 
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study conducted by Rogers, Townsend, and Lindner (2004), researchers identified that 
“mean cumulative perseverance scores of agricultural educators did not differ by 
attainment of degree” (p. 83).  All participants in the study had high levels of 
perseverance independent of degree level attained (2004).   
 In Darling-Hammond’s (1997) study, teachers who experienced an “extended 
internship” through a five-year certification program were more likely to remain in the 
teaching profession over those who only completed traditional four-year Bachelor’s 
programs (p. 10).  Student achievement levels in reading were higher for teachers who 
earned Master’s degrees as compared to those only with Bachelor’s degrees (Darling-
Hammond, 1997).  As Darling-Hammond (2000) suggested, lower student achievement 
may lead to teachers being less satisfied and leaving the profession altogether.  
Additionally, Croom (2003) indicated that secondary agricultural education teachers with 
advanced degrees experienced lower levels of emotional exhaustion as compared to those 
teachers holding only a Bachelor’s degree.   
Summary 
The shortage of teachers is a major problem facing secondary agricultural 
education programs (NAAE, 2013) and numerous studies have been conducted to 
determine the overall causes and develop solutions to prevent teacher attrition and retain 
teachers in the profession (Darling-Hammond, 2000b; Dillon, 1978; Grissmer & Kirby, 
1987; Ingersoll, 2003; Ingersoll & Smith, 2003; Lemons, 2013; Moore & Camp, 1979; 
Scammahorn, 2014; Whitener et al., 1997).  Chapman’s model of the influences of 
teacher attrition (Chapman & Green, 1986) has suggested several factors that can 
 
22 
influence a teacher’s decision on whether or not to remain in the profession, including 
external influences, overall satisfaction, and educational preparation.  
One of the external factors that could influence a teacher’s decision to remain in 
the profession is the availability of alternative employment opportunities (Chapman & 
Green, 1986; Goldring, Taie, & Riddles, 2014; Ingersoll & Smith, 2003; Keigher, 2010; 
Lemons, 2013; Scammahorn, 2014; Whitener, Lynch, & Fondelier, 1997).  Often, 
teachers seek out alternative career opportunities due to the long working hours (Knight, 
1978; Moore & Camp, 1979), low pay (Ingersoll & Smith, 2003; Moore & Camp, 1979; 
Whitener et al., 1997), a mis-match with long-term career goals (Moore & Camp, 1979), 
and general dissatisfaction with the teaching profession (Ingersoll & Smith, 2003; 
Whitener et al., 1997).  Although many secondary agricultural education teachers are 
satisfied with their current teaching positions (Chenevey, Ewing, & Whittington, 2008; 
Clark, Kelsey, & Brown, 2014; and Kitchel et al., 2012), lower salaries and long working 
hours were still risk factors of teacher attrition (Ingersoll & Smith, 2003; Knight, 1978; 
Moore & Camp, 1979; Whitener et al., 1997). 
In this study, attrition risk factors were compared based upon whether a teacher 
was traditionally certified or alternatively certified, as well as the level of education, or 
degree, attained.  Previous literature suggested that teachers who were traditionally 
certified were found to be more successful and had greater student achievement than 
those who were alternatively certified (Darling-Hammond, 1997). 
Teacher educational levels and their degrees earned present mixed results.  
Tillman (2008), Darling-Hammond (1984), and Schlechty and Vance (1983), reported 
that even highly qualified teachers can be unhappy and at risk of leaving the profession.  
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However, in a later study, Darling-Hammond (1997) suggested that teachers who 
completed an extended internship or student teaching experience were more likely to 
remain in the profession. Additionally, those teachers with Master’s degrees had higher 
levels of student achievement and were more satisfied and likely to remain in the 
profession (Croom, 2003). 
This study sought to determine the effect educational level obtainment and 
method of teacher certification of secondary agricultural education teachers had on who 
may be considered at-risk of attrition.  Attrition risk analysis was based upon four 
constructs developed by Lemons (2013), 1) Alternative Career Opportunities, 2) 






Purpose of the Study 
The purpose of this research was to determine the effect educational level 
attainment and method of teacher certification of secondary agricultural education 
teachers in Region IV of the National Association of Agricultural Educators had on who 
may be at risk for leaving the teaching profession.  Risk analysis was based on the 
following constructs: 1) Alternative Career Opportunities, 2) Expectations versus 
Realities, 3) People Frustrations, and 4) Passions for the Profession. 
Research Objectives 
To guide this study, the following research objectives were developed: 
1. Describe the demographics and career characteristics of secondary 
agricultural education teachers in Region IV of the National Association 
of Agricultural Educators. 
2. Identify the current attrition risks for secondary agricultural education 
teachers in Region IV as determined by the Agriculture Teacher Attrition 
Risk Assessment Questionnaire. 
3. Compare the attrition risks between traditionally certified and alternatively 
certified secondary agricultural education teachers in Region IV of the 
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National Association of Agricultural Educators as determined by the 
Agriculture Teacher Attrition Risk Assessment Questionnaire. 
4. Compare the attrition risks among educational levels obtained by 
secondary agricultural education teachers in Region IV of the National 
Association of Agricultural Educators as determined by the Agriculture 
Teacher Attrition Risk Assessment Questionnaire. 
Research Design 
A descriptive and ex post facto, causal comparative design was utilized for this 
study. The study sought to assess whether the teacher’s educational level attainment or 
certification type would have an impact of the overall attrition risk level of the teacher as 
determined by the four constructs used in Lemons’ (2013) Agricultural Teacher Attrition 
Risk Assessment.  The causal comparative design was used in this study to attempt to 
determine the cause for differences in behavior or status of a group of individuals 
(Fraenkel & Wallen, 2006) (Table 2).  The causal comparative design took the dependent 
variables 1) Alternative Career Opportunities, 2) Expectations Versus Realities, 3) People 
Frustrations, 4) Passion for the Profession and 5) the overall attrition risk and determined 
if the independent variables, teacher certification method or teachers’ level of educational 
obtainment, influenced those scores.  With causal comparative, the researcher is unable to 
manipulate or control the independent variable(s) (Fraenkel & Wallen, 2006).  
Descriptive statistics were obtained for the variables 1) age, 2) sex, 3) marital 
status, 4) number of children, 5) years of agriculture teaching experience, 6) state of 
residence, 7) method of teacher certification, 8) level of education degree earned, and 9) 
education licensure/certifications possessed. 
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Table 2 Causal Comparative Design Model 
 Group Independent Variable Dependent variable 





(alternative career opportunities, 
expectations versus realities, 
people frustrations, and 
passion for the profession) 
 II -C 
(Group does not possess 
characteristic) 
O  
(alternative career opportunities, 
expectations versus realities, 
people frustrations, and 
passion for the profession) 





(alternative career opportunities, 
expectations versus realities, 
people frustrations, and 
passion for the profession) 





(alternative career opportunities, 
expectations versus realities, 
people frustrations, and 
passion for the profession) 
 
Population 
The potential population for this study consisted of 2,125 secondary agricultural 
education teachers who were employed as of the beginning of the 2015-2016 academic 
year in Region IV of the National Association of Agricultural Educators (NAAE), which 
consists of Illinois, Indiana, Kentucky, Michigan, Missouri, and Ohio.  Potential 
participants were restricted to a  20% (n = 425) random sample of the secondary 
agricultural education teachers from each state in Region IV by Dr. Nina Crutchfield, 
Local Program Success Specialist, with the National FFA Organization.   
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Data Collection Procedure 
This study used the web-based Qualtrics ® survey tool as the method for reaching 
secondary agricultural education teachers in Region IV of the NAAE (Illinois, Indiana, 
Kentucky, Michigan, Missouri, and Ohio).  Potential participants were emailed a link to 
complete the online survey.  The Qualtrics ® program was used since it has the ability to 
track participants who have not completed the survey for follow-up requests, while 
maintaining privacy of the participant from the researcher. 
Krejcie and Morgan (1970) suggested that with a total population of around 2200, 
the ideal sample size should be around 327 participants.  The initial sample size of n = 
425 was selected following the sampling size recommendations of Krejcie and Morgan, 
(1970) as well as accounting for a reduction in sample size due to an anticipated 25% 
undeliverable email address rate.  Following the G*Power program guidelines for 
determining sample size, the study sought responses from 111 (n = 111) participants to 
ensure a 95% confidence level and a 0.05 alpha level.  A random sample of 20% (n = 
425) of the total number of secondary agricultural education teachers in each state within 
Region IV was collected with the assistance of Dr. Nina Crutchfield, Local Program 
Success Specialist with the National FFA Organization.  
To increase participation in the online survey, the Dillman methodology for 
conducting survey data was used (Dillman, 2009).  Once names and email addresses were 
collected from Dr. Nina Crutchfield, potential participants were sent an initial research 
announcement via email on August 31, 2015 to the sample population of secondary 
agricultural education teachers from the six states within Region IV (n = 425) (Appendix 
A) (Table 3).  The email included a brief description of the study, link to the instrument 
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and amount of time requested of participants. Three follow-up emails were sent within 18 
days of the initial research announcement (Appendix B and C).  A final request for 
participation was sent out to all non-respondents after 20 days (Appendix D) (Dillman, 
2009).   The survey remained open for a total of 30 days for participation. 
The sample was reduced from 425 potential participants to a final sample size of 
411 (n = 411) due to undeliverable email addresses.  Secondary agricultural education 
teachers were emailed requests to participate in the Agricultural Teacher Attrition Risk 
Assessment Questionnaire (Lemons, 2013) over the month of September, 2015. Table 3 
outlines the timeline for the data collection procedure. Overall the study had a final 
response rate of 33.3%, n = 137 once responses with missing data were removed.   
Although a low response rate, the response rate satisfies the goal of n = 111 for statistical 
purposes of a 95% confidence level at the alpha = 0.05 level.  Late and early responders 
were compared according to methods of Lindner, Murphy, and Briers (2001) and results 
are included in Chapter IV. 
Table 3 Timeline for Data Collection Process 
Date Procedure 
August 31, 2015 Email pre-notice 
September 2, 2015 Email web link and instructions 
September 8, 2015 Email reminder, web link, and instructions 
September  14, 2015 Second email reminder, web link, and 
instructions 






The instrument used was the Agricultural Teacher Attrition Risk Assessment 
Questionnaire (Table 4), developed by Lemons (2013).  The instrument was selected due 
to the focus on four attrition risk constructs for secondary agricultural education teachers 
including, 1) Alternative Career Opportunities, 2) Expectations versus Realities, 3) 
People Frustrations, and 4) Passion for the Profession.  The instrument included ten, 
modified demographic questions and 17, five-point Likert-type scale questions, (Strongly 
Disagree (1), Strongly Agree (5)), to measure teacher attrition risk.  Demographics 
questions were modified from Lemon’s (2013) instrument to aid in quantitative data 
analysis and include:  total years of agricultural teaching experience, method of teacher 




Table 4 Questions contained on Agricultural Teacher Attrition Risk Assessment 
Questionnaire 
  
Number Question Response Choices Construct 
1 Age Numeric Entry  
2 Sex: Male/Female  
3 Marital Status 
Single, Married, 
Divorced, Widowed, 
Other (Text entry) 
 
4 Number of Children 0, 1, 2, 3, 4, >4  
5 If you have children, please list their ages. Text entry  
6 Years of agriculture teaching experience: Numeric entry  





8 Method of teacher certification Traditionally certified, Alternatively certified 
 
9 What is your highest level of education degree earned? 
Bachelor’s, Bachelor’s 





Please list the education 
licensure/certifications you currently 
possess. (ex: agriculture 8-12, speech, 




11 I teach agriculture because I enjoy helping students 
5-point Likert-type 
scale 
Passion for the 
profession 
12 I teach agriculture because I want to share my passion for agriculture with others. 
5-point Likert-type 
scale 
Passion for the 
profession 
13 I teach agriculture because I enjoy competition. 
5-point Likert-type 
scale 
Passion for the 
profession 
14 
I am often frustrated because an increasing 
proportion of my students are not 
“traditional” agriculture students. 
5-point Likert-type 




Table 4 (Continued) 
15 I am often frustrated when working with students’ parents. 
5-point Likert-type 
scale People frustrations 
16 
I would leave my position as an agriculture 
teacher for a job that requires less time 
away from home. 
5-point Likert-type 
scale Alternative Career Opportunities 
17 
I would leave my position as an 
agriculture teacher for a job that provided 
greater opportunity for advancement. 
5-point Likert-type 
scale Alternative Career Opportunities 
18 
I would leave my position as an 
agriculture teacher for a job with a higher 
salary. 
5-point Likert-type 
scale Alternative Career Opportunities 
19 
I will be willing to leave my position as 
an agriculture teacher when I accomplish 
all the goals I have set for myself. 
5-point Likert-type 
scale Alternative Career Opportunities 
20 
It would take a unique set of 
circumstances for me to leave my 
position as an agriculture teacher. 
5-point Likert-type 
scale Alternative Career Opportunities 
21 
I am preparing to take advantage of the 
right opportunity to leave my position as 
an agriculture teacher. 
5-point Likert-type 
scale Alternative Career Opportunities 
21 
The realities of being a secondary 
agriculture teacher match my 
expectations in time required 
5-point Likert-type 
scale Expectations versus realities 
22 
The realities of being a secondary 
agriculture teacher match my 
expectations in amount of work required 
5-point Likert-type 
scale Expectations versus realities 
23 
The realities of being a secondary 
agriculture teacher match my 
expectations in type of work required 
5-point Likert-type 
scale Expectations versus realities 
24 The realities of being a secondary agriculture education teacher match my 
expectations in difficulty of work 
5-point Likert-type 
scale Expectations versus 
realities 
24 The realities of being a secondary agriculture teacher match my 
expectations in number of responsibilities 
5-point Likert-type 
scale Expectations versus 
realities 
25 
The realities of being a secondary 
agriculture teacher match my 
expectations in my ability to be 
successful 
5-point Likert-type 
scale Expectations versus 
realities 
1= Strongly disagree, 2 =Disagree, 3 = Neither agree nor disagree, 4 = Agree, 5 = Strongly agree 
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Attrition risk scores for each construct were calculated based upon mean scores 
for each question within a given construct as determined by Lemons (2013).  Higher 
mean scores in 1) Alternative Career Opportunities, 2) Expectations versus Realities, and 
3) People Frustrations indicate a higher risk of secondary agricultural education teachers 
leaving the teaching profession. Scores for questions 11-13, which relate to the 4) 
Passions for the Profession construct, were inverse coded to allow lower scores to reflect 
a lower attrition risk as compared to the other constructs. 
Validity 
A panel of experts composed of former agricultural teachers, interviewees from 
Lemons’ (2013) qualitative phase of the initial study, and Texas Tech University 
agricultural education faculty with expertise in survey development established face 
validity.  Construct validity of the instrument was determined via pilot test conducted in 
Area I, II and IV in Texas (Lemons, 2013).   Additionally, the instrument was reviewed 
by an expert panel consisting of Mississippi State University agricultural education 
faculty for the initial implementation of the instrument (Scammahorn, 2014).  The panel 
determined acceptable content validity and verified all questions correlated to the 
following constructs 1) alternate career opportunities, 2) expectations versus realties, 3) 
people frustration and 4) passions for the profession questions (Scammahorn, 2014). 
Reliability 
Reliability scores of the instrument were determined by Lemons (2013) using 
Cronbach’s alpha.  The overall Cronbach’s alpha for the Agricultural Teacher Attrition 
Risk Assessment Questionnaire was 0.76 (Lemons, 2013).  George and Mallery (2003) 
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provide the following rules for interpreting Cronbach’s alpha: “_ > 0.9 = Excellent, _> 
0.8 = Good, _ > 0.70 = Acceptable, _ > 0.60 = Questionable, _ > 0.50 = Poor, and _< 
0.50 = Unacceptable” (p.231).  Additionally, Cronbach’s alpha were calculated for each 
construct, 1) Alternative Career Opportunities = 0.83, 2) Expectations versus Realities = 
0.79, 3) People Frustrations = 0.57, and 4) Passion for the Profession = 0.85 (Lemons, 
2013).  Therefore, according to George and Mallery (2003) the construct People 
Frustrations indicate questionable reliability and the remaining three constructs indicate 
good reliability.  
Data Analysis 
Data from the Agricultural Teacher Attrition Risk Assessment Questionnaire were 
analyzed in the Statistical Package for the Social Sciences (SPSS ®) version 22.0 for 
Microsoft Windows format.  Quantitative analysis was used to analyze these data using 
an a priori alpha level of 0.05 (α = 0.05) to determine statistical significance.  
For research objective one, the descriptive statistics function in SPSS version 22.0 
was used to calculate means, percentages and frequencies for the variables of interest.  
Frequencies and percentages were calculated for sex, method of teacher certification, 
educational level, and state of residence.  The mean was calculated to report the number 
of years in the teaching profession by state.   
Means and standard deviations were calculated to determine the attrition risk level 
for the entire sample in research objective two.  Descriptive statistics were used to 
identify the attrition risk level by question for each of the four constructs 1) alternative 
career opportunities, 2) expectations versus realities, 3) people frustrations, and 4) 
passion for the profession. 
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The mean and standard deviation were calculated to determine the level of 
attrition risk of both traditionally certified and alternatively certified educators for 
research objective three.  Additionally, an independent samples t-test was used to study 
the difference between the research groups.   
To address research objective four, a one-way analysis of variance (ANOVA) was 
conducted to compare 1) average alternative career opportunities, 2) average expectations 
versus realty, 3) average people frustrations, 4) average passion for the profession, and 5) 
overall attrition risk of secondary agricultural education teachers as determined by 
educational level obtained.   
Protection of Human Subjects 
 Mississippi State University Office of Regulatory Compliance Institutional 
Review Board (IRB) for the Protection of Human Subjects reviewed and granted 
approval to conduct this research project and the use of collected data on August 18, 
2015, research docket # 15-265 (Appendix F). 
Summary 
 This study used a descriptive and ex post facto, causal comparative design.  The 
purpose of this study was to determine the overall attrition risk for secondary agricultural 
education teachers within Region IV of the NAAE in regards to type of teacher 
certification method and educational level or degree obtained.  The overall attrition risk 
analysis was established on the constructs 1) Alternative Career Opportunities, 2) 
Expectations Versus Realities, 3) People Frustrations, and 4) Passions for the Profession. 
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 The population for this study consisted of secondary agricultural education 
teachers in Region IV of the NAAE from the 2014-2015 academic year.  Region IV of 
the NAAE includes Illinois, Indiana, Kentucky, Michigan, Missouri, and Ohio.   
Frequencies and percentages were calculated for sex, marital status, teacher certification 
method, and level of education obtained for each of the six states in this study.  
Additionally, the mean was calculated to report the number of years of teaching 
experience.  
 To identify attrition risk factors between traditionally certified and alternatively 
certified secondary agricultural education teachers in Region IV of the NAAE, means and 
standard deviations were calculated for each of the four attrition constructs: 1) 
Alternative Career Opportunities, 2) Expectations versus Realities, 3) People 
Frustrations, 4) Passion for the Profession, as well as the overall attrition risk.  Post hoc 
analysis using an independent samples t-test was used to determine if any statistically 
significance differences existed between the two teacher certification methods. 
 A one-way ANOVA was used to compare differences among secondary 
agricultural education teachers as determined by educational level obtained for the 
constructs 1) average alternative career opportunities, 2) average expectations versus 
realties, 3) average people frustrations, 4) average passion for the profession, and overall 





Purpose of the Study 
The purpose of this research was to determine the effect educational level 
attainment and method of teacher certification of secondary agricultural education 
teachers in Region IV of the National Association of Agricultural Educators had on who 
may be at risk for leaving the teaching profession.  Risk analysis was based on the 
following constructs: 1) Alternative Career Opportunities, 2) Expectations versus 
Realities, 3) People Frustrations, and 4) Passions for the Profession.   
Research Objectives 
To guide this study, the following research objectives were developed: 
1. Describe the demographics and career characteristics of secondary 
agricultural education teachers in Region IV of the National Association 
of Agricultural Educators. 
2. Identify the current attrition risks for secondary agricultural education 
teachers in Region IV as determined by the Agriculture Teacher Attrition 
Risk Assessment Questionnaire. 
3. Compare the attrition risks between traditionally certified and alternatively 
certified secondary agricultural education teachers in Region IV of the 
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National Association of Agricultural Educators as determined by the 
Agriculture Teacher Attrition Risk Assessment Questionnaire. 
4. Compare the attrition risks among educational levels obtained by 
secondary agricultural education teachers in Region IV of the National 
Association of Agricultural Educators as determined by the Agriculture 
Teacher Attrition Risk Assessment Questionnaire. 
 
Results 
 This study used a descriptive and ex post facto, causal comparative design to 
analyze data from secondary agricultural education teachers at risk within Region IV of 
the NAAE.  The overall attrition risk analysis was established on the constructs 1) 
Alternative Career Opportunities, 2) Expectations Versus Realities, 3) People 
Frustrations, and 4) Passions for the Profession.  Data for this research included using the 
specific demographics information of sex, method of teacher certification, education level 
degree earned, and years of agricultural teaching experience in order to assess which 
factors place a teacher at greater risk of attrition.  Causal comparative design methods 
were used to determine if type of certification or educational level obtained placed 
influence on attrition.  
Data Analysis 
Research Objective One 
  Descriptive statistics were generated for variables related to sex, educational 
level, method of teacher certification, years of teaching experience, and marital status, 
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according to state.  The analysis revealed that secondary agricultural education teachers 
in the overall sample were primarily male (61.3%) with Indiana reporting the largest 
percent of males (86.7%) and Kentucky reporting the smallest percentage (35.3%) (Table 
6).     
 Secondary agricultural education teachers in the overall sample most often held a 
Bachelor’s degree plus (27.7%) as the highest level of education obtained.  Bachelor’s 
degree plus is defined as an educational level after having earned a bachelor’s degree that 
includes other college coursework credit beyond the initial bachelor’s degree.  
Approximately 20% had a Bachelor’s degree, 22.6% had a Master’s degree, 27% had a 
Master’s plus, 2.2% had an Education Specialist degree, and less than one percent (0.7%) 
had a Doctorate (Table 5).  Master’s plus educational level is defined as having earned a 
master’s degree and other graduate school coursework beyond the master’s degree level.    
 In regards to method of teacher certification 87.6% of respondents (f = 120) 
reported being traditionally certified, whereas 12.4% responded (f = 17) as being 
alternatively certified in secondary agricultural education.  Illinois (f=30) and Indiana 
(f=15) responded the highest percentage (93.3%) of teachers were traditionally certified 
with Kentucky (f=17) reporting the lowest percentage (82.4%) (Table 5).  Kentucky’s 
respondents reported the highest alternative certified teachers at 17.6% and Illinois and 
Indiana with the lowest percentage (6.7%) (Table 5).  
 The average number of years of agricultural teaching experience for the overall 
sample was approximately 11.7 years.  Those states with highest average years of 
agricultural teaching experience included Indiana (M = 16.9, SD = 11.1), followed by 
Illinois (M = 14.3, SD = 10.1), and Michigan (M = 13.2, SD = 13.6).  The states with the 
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lowest average years of agricultural teaching experience included Missouri (M = 9.8, SD 
= 7.6), followed by Ohio (M = 9.1, SD = 8.3), and Kentucky (M = 6.6, SD = 6.0) (Table 
5).  
For the overall sample, approximately 75% (f = 102) of secondary agricultural 
education teachers reported being married.  Just over 18% of agricultural teachers 
identified as being single (f = 25) followed by 5.8% identified as divorced or widowed (f 
= 8).  Additionally, two (1.5%) secondary agricultural education teachers identified as 









































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Table 6 describes the frequencies of level of education by the type of teacher 
certification.  A majority (54.2%) of traditionally certified secondary agricultural 
education teachers reported having at least a Master’s degree as compared to only 41.2% 
of those teachers who are alternatively certified.  Only 1 respondent reported being 
traditionally certified and having a Doctoral degree (0.8%).  Additionally, one-quarter of 
traditionally certified teachers reported having a Bachelor’s degree plus other education 
as compared to over 40% of alternatively certified teachers.  Percentages for those 
teachers having a Bachelor’s degree were similar whereas 20% of traditionally certified 
and nearly 18% of alternatively certified secondary agricultural education teachers 
respectively. 
Table 6 Frequencies of Level of Education of Secondary Agricultural Education 
Teachers in Region IV by Type of Certification 
Variables Traditional Alternative Total 
Level of Education f  %  f %  f %  
Bachelors 24 20.0 3 17.6 27 19.7 
Bachelors + 31 25.8 7 41.2 38 27.7 
Masters 26 21.7 5 29.4 31 22.6 
Masters+ 36 30.0 1 5.9 37 27.0 
Specialist 2 1.7 1 5.9 3 2.2 
Doctoral 1 0.8 . . 1 0.7 
Total (n) 120 100 17 100 137 100 
 
Research Objective Two 
Research objective two was to identify the current attrition risks for secondary 
agricultural education teachers in Region IV as determined by the Agriculture Teacher 
Attrition Risk Assessment Questionnaire. 
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Descriptive statistics, including means and standard deviations, were generated 
for each question of the four constructs in the Agriculture Teacher Attrition Risk 
Assessment Questionnaire.  This descriptive analysis revealed the construct with the 
highest attrition risk for secondary agricultural education teachers was Expectations 
versus Realities (M = 3.75, SD = 0.71), followed by Alternative Career Opportunities (M 
= 3.02, SD = 0.60), 3) People Frustrations (M = 2.73, SD = 0.76), and the construct with 




Table 7 Summary of Attrition Risk Questions in the Four Constructs 
Construct Question  
Number 
N Mean Std.  
Deviation 
Alternative Career Opportunities Q16 137 2.85 1.07 
Q17 137 2.70 1.08 
Q18 137 3.15 0.99 
Q19 137 2.82 1.07 
Q20 137 4.04 0.87 
Q21 137 2.56 1.08 
Overall Mean 137 3.02 0.60 
Expectations versus Realities Q21 137 3.60 1.05 
Q22 137 3.66 1.02 
Q23 137 3.84 0.81 
Q24 137 3.83 0.77 
Q25 137 3.65 1.03 
Q26 137 3.90 0.79 
Overall Mean 137 3.75 0.71 
People Frustrations Q14 137 2.48 0.92 
Q15 137 2.61 0.93 
Overall Mean 137 2.55 0.66 
Passion for the Profession Q11 137 1.30 0.56 
Q12 137 1.30 0.56 
Q13 137 2.18 0.97 
Overall Mean 137 1.59 0.52 
 
Early and late respondents were compared using techniques as described by 
Lindner, Murphy, and Briers (2001), where the last 30 respondents were compared to the 
first 30 respondents to determine generalizability of results.  Late responders are defined 
as “those who respond in the last wave of respondents in successive follow-ups to a 
questionnaire” (Lindner, Murphy, & Briers, 2001, p. 52).  Since this study did not have a 
suggested total of 30 respondents after the final reminder to participate email stimulus, 
responses were taken after the second reminder to participate email stimulus (Lindner, 
Murphy, & Briers, 2001).  Using an independent samples t-test, no statistically significant 
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difference was observed between early and late respondents which indicates the results 
can be generalized to the Region IV population (Tables 8 and 9). 
Table 8 Summary of Overall Attrition Risk of Early and Later Respondents  
  N Mean Std. Deviation 
Overall 
Attrition Risk 
Early Respondents 30 2.79 0.44 
Late Respondents 30 2.77 0.32 
 
Table 9 Independent Samples t-test Comparing Overall Attrition Risk Between 
Early and Late Respondents  
  Levene’s Test for 
Equality of 
Variances t-test for Equality of Means 











  0.22 52.94 0.82 
 
Research Objective Three 
Compare the attrition risks between traditionally certified and alternatively 
certified secondary agricultural education teachers in Region IV of the National 
Association of Agricultural Educators. 
Homogeneity of variances between traditionally certified (f = 120) and 
alternatively certified (f = 17) secondary agricultural education teachers was assumed 
using Levene’s test for equality of variances.  Since homogeneity of variances was 
assumed, an independent samples t – test shown in Tables 10 and 11 indicates there was 
no statistically significant difference observed, t(135) = -0.63, p = 0.53, between 
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traditionally certified teachers (M = 2.77, SD = 0.33, f = 120) and alternatively certified 
teachers on the overall attrition risk score (M = 2.82, SD = 0.29, f = 17).  In the 
Alternative Career Opportunities construct, no statistically significant difference was 
observed t(135) = -1.38, p = 0.17 between traditionally certified (M = 2.99, SD = 0.59) 
and alternatively certified (M = 3.21, SD = 0.62) secondary agricultural education 
teachers at the p < 0.05 level.  For the Expectations versus Realities construct, no 
statistically significant difference was observed t(135) = 0.74, p = 0.46 between 
traditionally certified (M = 3.76, SD = 0.70) and alternatively certified (M = 3.63, SD = 
0.76) secondary agricultural education teachers at the p < 0.05 level.  In the People 
Frustrations construct, no statistically significant differences was observed t(135) = -
0.37, p = 0.71 between traditionally certified (M = 2.72, SD = 0.77) and alternatively 
certified (M = 2.79, SD = 0.73) secondary agricultural education teachers at the p < 0.05 
level.  Lastly, for the Passion for the Profession construct, no statistically significant 
difference was observed t(135) = -0.47, p = 0.64 between traditionally certified (M = 
1.58, SD = 0.52) and alternatively certified (M = 1.65, SD = 0.53) secondary agricultural 




Table 10 Summary of Attrition Risk of Traditionally Certified and Alternatively 
Certified Teachers 
 










120 2.99 0.59 0.05 
Alternative 
Certification 






120 3.76 0.70 0.06 
Alternative 
Certification 





120 2.72 0.77 0.07 
Alternative 
Certification 
17 2.79 0.73 0.18 




120 1.58 0.52 0.05 
Alternative 
Certification 





120 2.77 0.33 0.03 
Alternative 
certification 





Table 11 t-Test: Comparison of Traditionally and Alternatively Certified Teachers 
 
 
Levene's Test for 
Equality of Variances t-test for Equality of Means 









0.24 0.62 -1.38 135 0.17 
Equal variances 
not assumed 







0.11 0.74 0.74 135 0.46 
Equal variances 
not assumed 






0.46 0.50 -0.37 135 0.71 
Equal variances 
not assumed 
  -0.38 21.40 0.70 
Average 




0.13 0.72 -0.47 135 0.64 
Equal variances 
not assumed 





0.04 0.84 -0.63 135 0.53 
Equal variances 
not assumed 
  -0.70 22.63 0.49 
 
 
Research Objective Four 
Compare the attrition risks among educational levels obtained by secondary 
agricultural education teachers in Region IV of the National Association of Agricultural 
Educators as determined by the Agriculture Teacher Attrition Risk Assessment 
Questionnaire. 
A one-way analysis of variance (ANOVA) was conducted to compare 1) average 
Alternative Career Opportunities, 2) average Expectations versus Realties, 3) average 
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People Frustrations, 4) average Passion for the Profession, and the 5) overall attrition risk 
of secondary agricultural education teachers as determined by educational level obtained.  
There was no statistically significant differences among educational level obtainment on 
the overall attrition risk scores at the p < 0.05 level, F(5, 131) = 0.61, p = 0.69 (Table 12 
and Table 13) for secondary agricultural education teachers. 
Additionally, there was no statistically significant effect of educational level on 
each of the four constructs 1) average Alternative Career Opportunities, F(5, 131) = 1.19, 
p = 0.32,  2) average Expectations versus Realities, F(5, 131) = 1.43, p = 0.22, 3) average 
People Frustrations, F(5, 131) = 1.07, p = 0.38, and 4) average Passion for the Profession, 




Table 12 Summary of Descriptive Statistics by Level of Degree Obtained 
 N Mean Std. Deviation Std. Error 
Average Alternative 
Career Opportunities 
Bachelors 27 2.98 0.60 0.12 
Bachelors + 38 3.04 0.51 0.08 
Masters 31 3.00 0.57 0.10 
Masters + 37 3.00 0.69 0.11 
Specialist 3 3.78 0.19 0.11 
Doctoral 1 2.50 .  
Total 137 3.02 0.60 0.05 
Average Expectations 
versus Realities 
Bachelors 27 3.64 0.86 0.17 
Bachelors + 38 3.64 0.72 0.12 
Masters 31 3.88 0.64 0.11 
Masters + 37 3.74 0.61 0.10 
Specialist 3 4.33 0.58 0.33 
Doctoral 1 4.83 . . 
Total 137 3.75 0.71 0.06 
Average People 
Frustrations 
Bachelors 27 2.65 0.85 0.16 
Bachelors + 38 2.95 0.75 0.12 
Masters 31 2.61 0.77 0.14 
Masters + 37 2.70 0.72 0.12 
Specialist 3 2.50 0.00 0.00 
Doctoral 1 2.00 . . 
Total 137 2.73 0.76 0.07 
Average Passion for 
the Profession 
Bachelors 27 1.63 0.48 0.09 
Bachelors + 38 1.58 0.48 0.08 
Masters 31 1.55 0.44 0.08 
Masters + 37 1.60 0.68 0.11 
Specialist 3 1.56 0.51 0.29 
Doctoral 1 2.00 . . 
Total 137 1.59 0.52 0.04 
Overall Attrition Risk Bachelors 27 2.72 0.27 0.05 
Bachelors + 38 2.80 0.32 0.05 
Masters 31 2.76 0.29 0.05 
Masters + 37 2.76 0.41 0.07 
Specialist 3 3.04 0.08 0.05 
Doctoral 1 2.83 . . 















Groups 2.09 5 0.42 1.19 0.32 
Within Groups 46.10 131 0.35   





Groups 3.51 5 0.7 1.43 0.22 
Within Groups 64.50 131 0.49   




Groups 3.12 5 0.62 1.07 0.38 
Within Groups 76.39 131 0.58   
Total 79.51 136      
Average Passion 
for the Profession 
Between 
Groups 0.28 5 0.06 0.20 0.96 
Within Groups 37.05 131 0.28   




Groups 0.33 5 0.07 0.61 0.69 
Within Groups 14.33 131 0.11   





SUMMARY, CONCLUSIONS, AND IMPLICATIONS 
The purpose of this chapter is to provide a summary of the data analysis, generate 
conclusions from the analysis, and discuss implications and recommendations from this 
study.  
Purpose of the Study 
The purpose of this research was to determine the effect educational level 
attainment and method of teacher certification of secondary agricultural education 
teachers in Region IV of the National Association of Agricultural Educators had on who 
may be at risk for leaving the teaching profession.  Risk analysis was based on the 
following constructs: 1) Alternative Career Opportunities, 2) Expectations versus 
Realities, 3) People Frustrations, and 4) Passions for the Profession.   
Research Objectives 
To guide this study, the following research objectives were developed: 
1. Describe the demographics and career characteristics of secondary 
agricultural education teachers in Region IV of the National Association 
of Agricultural Educators. 
 
53 
2. Identify the current attrition risks for secondary agricultural education 
teachers in Region IV as determined by the Agriculture Teacher Attrition 
Risk Assessment Questionnaire. 
3. Identify the attrition risks between traditionally certified and alternatively 
certified secondary agricultural education teachers in Region IV of the 
National Association of Agricultural Educators as determined by the 
Agriculture Teacher Attrition Risk Assessment Questionnaire. 
4. Identify the attrition risks among educational levels obtained by secondary 
agricultural education teachers in Region IV of the National Association 
of Agricultural Educators as determined by the Agriculture Teacher 
Attrition Risk Assessment Questionnaire. 
Research Objectives and Findings 
This study explored the following research objectives:  
Research Objective One 
Describe the demographics and career characteristics of secondary agricultural 
education teachers in Region IV of the National Association of Agricultural Educators. 
Findings 
A majority of the respondents in this study were male (61.3%), traditionally 
certified (87.6%) secondary agricultural education teachers as described in Table 6.  
More than half (52.5%) of the respondents indicated possessing at least a Master’s 




The results indicate that a clear majority of secondary agricultural education 
teachers in this study were male (61.3%).  This percentage of male secondary agricultural 
education teachers is much lower than reported earlier by Kantrovich’s (2007) supply and 
demand study (males = 75.5%) for the same states (excluding Michigan due to a lack of 
data) in Region IV of the NAAE.  Although secondary agricultural education is still a 
male dominated profession, the nearly 14% reduction in the number of males may 
suggest that gender bias in the agricultural education profession is becoming less of an 
issue.   
In regards to the number of years of teaching experience, respondents in this study 
reported having an average 11.7 years of experience.  These results are consistent to a 
study by Mowen, Wingenbach, Roberts, & Harlin (2007), where respondents had an 
average of 12.3 years teaching experience; however, in a prior study, Lockaby and 
Vaughn (1999) reported an average of 14 years of agricultural education teaching 
experience.  
A large percentage (87.6%) of secondary agricultural education teachers in 
Region IV of the NAAE were traditionally certified through agricultural education 
teacher preparation programs.  The current results are greater than those of Robinson and 
Edwards (2012) study where approximately 74% of respondents were traditionally 
certified and nearly 25 percentage points higher than those reported by Darling-
Hammond (2000), where 63% of teachers possessed a teaching license through 
traditional certification methods. 
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A majority (52.5%) of secondary agricultural education teachers in Region IV of 
the NAAE have obtained a Master’s degree or higher, with Michigan (66.7%) having the 
most teachers with a Master’s degree or higher.  These results are higher than those 
reported by Croom (2003), in which the researcher reports only 46% of secondary 
agricultural education teachers having a degree higher than a Bachelor’s level.   
Interestingly, traditionally certified (21.7%) and alternatively certified (29.4%) of 
secondary agricultural education teachers reported having a Master’s degree.  The greater 
percentage of alternatively certified teachers possessing a Master’s degree may be due to 
training programs offered to those who change careers into the teaching profession to 
increase their preparation for the teaching profession (Darling-Hammond, 2000b). This 
finding is further supported by Rocca and Washburn (2005) where “alternatively certified 
teachers possessed more advanced degrees than the traditionally certified teachers” (p. 
108). 
Research Objective Two 
Identify the current attrition risks for secondary agricultural education teachers in 
Region IV as determined by the Agriculture Teacher Attrition Risk Assessment 
Questionnaire. 
Findings 
The results indicated the Expectations versus Realities construct as having the 
highest attrition risk means.  The second highest attrition risk construct was the 
Alternative Career Opportunities, followed by People Frustrations.  Lastly, the lowest 




Higher attrition risk means in the Expectations versus Realities construct could 
identify potential problems with teachers as they enter the profession.  The current 
finding is supported by Weinstein (1988) whose results indicated “that unrealistic 
expectations contribute to the reality shock experienced by many beginning teachers” (p. 
39) and that many beginning teachers are over confident in their classroom teaching 
abilities.   
The construct with the second highest attrition risk mean were in the Alternative 
Career Opportunities.  The higher mean for this construct is not surprising considering 
previous research has indicated the desire of secondary agricultural education teachers to 
leave the profession.  The current findings are supported by previous research where 
teachers face a mismatch of long-term career goals with current employment (Moore & 
Camp, 1979), low salaries (Ingersoll & Smith, 2003; Moore & Camp, 1979), and amount 
of time invested and long working hours (Knight, 1978; Moore & Camp, 1979). 
The next attrition risk construct was People Frustrations.  Respondents indicated 
they were more frustrated when working with students’ parents than working with an 
increased proportion of non “traditional” agriculture students.  This is similar to that of 
Rice, LaVergne, & Gartin (2011) that indicated poor student motivation could be an 
attrition risk factor. 
Lastly, Passion for the Profession presented the lowest attrition risk mean scores 
due to the inverse coding so that lower scores reflect more passion for the profession.  
Previous research has indicated that having passion (Rayner, 2010) and feeling a positive 
connection (Vallerand et al., 2003) to teaching may help retain teachers in the profession 
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(Stanford, 2001).  These results are supported by the works of both Brunetti (2001) and 
Stanford (2001) where teachers were more satisfied with teaching when helping students 
learn and work was more meaningful. 
Research Objective Three 
 Compare the attrition risks between traditionally certified and alternatively 
certified secondary agricultural education teachers in Region IV of the National 
Association of Agricultural Educators as determined by the Agriculture Teacher Attrition 
Risk Assessment Questionnaire. 
Findings 
A comparison of the overall attrition risk for traditionally and alternatively 
certified secondary agricultural education teachers indicated there is no statistically 
significant difference in overall attrition risk.  No statistically significant differences were 
found between traditionally certified and alternatively certified secondary agricultural 
education teachers for each of the four attrition constructs 1) Alternative Career 
Opportunities, 2) Expectations versus Realities, and 3) People Frustrations, and 4) 
Passion for the Profession. 
Conclusions 
No difference is observed between traditionally certified and alternatively 
certified secondary agricultural education teachers.  The current findings contradict those 
that of Darling-Hammond (1997) where traditionally certified teachers may be more 




While not statistically significantly different, alternatively certified teachers had 
attrition risk mean scores greater than traditionally certified teachers in the Alternative 
Career Opportunities construct.  These scores may be the result of those respondents 
having previous work experience in fields outside of education.  Previous research 
supports these findings where teachers who have been traditionally certified are better 
prepared and more effective than teachers without such backgrounds (Darling-Hammond, 
1997; Knobloch & Whittington, 2002).   
Both traditionally certified and alternatively certified secondary agricultural 
education teachers indicated higher attrition risk scores for the Expectations Versus 
Realities construct.   The current findings contradict those of Darling-Hammond (1997) 
in which the researcher suggested that traditionally certified teachers are better prepared, 
and Robinson and Edwards (2012) further suggested that traditionally certified teachers 
are more likely to remain in the profession.    
The similar mean scores of both traditionally certified and alternatively certified 
secondary agricultural education teachers in the People Frustrations construct indicated 
that both traditionally and alternatively certified teachers have difficulty when working 
with parents of students as well as non-“traditional” agriculture students.  Further 
research should investigate this phenomenon.  
Lastly, while there is no statistically significant difference between traditionally 
and alternatively certified secondary agricultural education teachers in the Passion for the 
Profession construct, alternatively certified teachers had slightly higher attrition risk 
mean scores.  These findings are supported by Darling-Hammond (2000) where teachers 
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who are less satisfied with teaching due to poor student achievement are more likely to 
leave the teaching profession. 
Research Objective Four 
Compare the attrition risks among educational levels obtained by secondary 
agricultural education teachers in Region IV of the National Association of Agricultural 
Educators as determined by the Agriculture Teacher Attrition Risk Assessment 
Questionnaire. 
Findings 
A comparison of the attrition risk factors of secondary agricultural education 
teachers in Region IV of the NAAE, as determined by educational level obtained 
revealed there were no statistically significant differences among educational level 
obtainment and overall attrition risk mean scores.  Additionally, there were no 
statistically significant differences among educational levels for each of the four attrition 
risk constructs: 1) Alternative Career Opportunities, 2) Expectations versus Realities, 3) 
People Frustrations, and 4) Passion for the Profession. 
Conclusions 
An examination of the data revealed no differences in attrition risk mean scores 
based upon the educational level obtained by secondary agricultural education teachers.  
The current findings are similar to those of Tillman (2008), Darling-Hammond (1984), 
and Schlechty and Vance (1983) where the researchers suggested that even highly 
qualified teachers are just as likely as less qualified teachers to leave the teaching 
profession.   
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Average attrition risk scores among participants were highest within the 
Expectations versus Realities construct.  Teachers within all educational levels identified 
as having a higher risk of attrition due to problems of participants’ expectations not 
matching with the realities of teaching in secondary agricultural education programs.  
Prior research regarding pre-service teachers indicates that teacher education programs 
fail to fully prepare teachers for their professional role (Cole & Knowles, 1993). 
The construct with the second highest average attrition risk scores for secondary 
agricultural education teachers among all educational degree levels was the Alternative 
Career Opportunities construct.  The attrition risk scores in this construct may be due to a 
mismatch in long-term career goals (Moore & Camp, 1979), or low salaries associated 
with the teaching profession (Ingersoll & Smith, 2003; Moore & Camp, 1979; Whitener 
et al., 1997). 
The construct with the third highest attrition risk average for secondary 
agricultural education teachers was the People Frustrations construct.  The current 
findings are supported by prior studies which have found even high qualified teachers are 
at risk of leaving the profession (Darling-Hammond, 1984; Schlechty & Vance, 1983).  
However, research conducted by Rogers, Townsend, and Lindner (2004) found that 
secondary agriculture teachers, regardless of degree earned, had no differences in 
perseverance scores.  
The construct with the lowest average attrition risk was the Passion for the 
Profession construct due to the inverse coding so that lower scores reflect more passion 
for the profession.  Having less passion for the profession can put teachers at risk of 
leaving the profession (Carbonneau et al., 2008).  These results are supported by 
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Chapman’s 1984 model of teacher retention (as cited in Chapman & Green, 1986) 
whereas those teachers possessing greater job satisfaction and passion for teaching are 
more likely to decide to remain in the profession longer. 
Of the four constructs 1) Alternative Career Opportunities, 2) Expectations versus 
Realities, 3) People Frustrations, and 4) Passion for the Profession, Expectations versus 
Realities presents a serious issue for teacher certification programs.  Teacher certification 
programs, no matter the educational level, need to create more realistic classroom 
expectations for pre-service teachers.  These findings are supported by Darling-
Hammond (1997) where teachers who completed a five-year certification program with 
an “extended internship” (p. 10) were more likely to remain in the teaching profession.  
This longer internship may help create a more realistic view of classroom expectations 
(Cole and Knowles, 1993). 
Recommendations for Research 
The results of this research indicate a need for a larger sample of secondary 
agricultural education teacher or sampling another region within the NAAE organization.  
Increasing the number of participants or sampling another region will add to the 
reliability of the Agriculture Teacher Attrition Risk Assessment Questionnaire.  
Furthermore, a scoring guide for the instrument should be developed to create a 
standardized method for analyzing data and reporting results. 
It was observed that respondents who indicated as having a Bachelor’s degree had 
the lowest overall attrition risk scores.  A longitudinal study may be used to follow-up 
with any possible attrition risk changes as participants’ progress through the secondary 
agricultural education profession or higher degree levels.  In addition, future studies 
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should include secondary agricultural education teachers from other NAAE regions to 
investigate whether the results are similar for other states and NAAE regions. 
The results of this study indicate that the realities of teaching agriculture do not 
match with the expectations of teachers before they entered the profession.  Future 
research needs to investigate why the realities of teaching in secondary agricultural 
education programs are not matching up with teacher expectations.  Further, can having 
passion for the profession outweigh the attrition risk from the four construct areas?   
Further research should be to conduct follow-up studies from the same participants to see 
if there are changes in attrition risks for each of the four constructs as the teachers gain 
experience in secondary agricultural education.   
Recommendations for Practice 
The findings of this study indicated there were no attrition risk differences 
between traditionally certified and alternatively certified secondary agricultural education 
teachers.  School administrators should look to professional development opportunities to 
assist secondary agricultural education teachers, regardless of certification method, in 
ways to reduce teacher attrition.   
Agricultural education teacher preparation programs should develop field 
experience programs to assist pre-service teachers in preparing for the realities of 
secondary agricultural education teaching. 
Summary 
Since the early beginnings of secondary agricultural education programs there has 
been a demand for qualified agricultural education teachers (Jarvis, 1921; Moore & 
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Camp, 1979; Kantrovich, 2010).  Agricultural education teacher preparation programs 
and state departments of education have gone to tremendous lengths to alleviate this 
growing demand by improving teacher preparation programs and the use of alternative 
certification methods.  However, these programs are still not enough to fill the secondary 
agricultural education position vacancies when teachers leave the profession prematurely.   
This study used a descriptive and ex post facto, causal comparative design to 
identify the attrition risk factors of the population based upon teacher certification 
method and level of degree obtained for each of the four constructs:  Alternative Career 
Opportunities, Expectations versus Realities, People Frustrations, and Passion for the 
Profession as well as overall attrition risk.  The population for this study consisted of 
2,272 secondary agricultural education teachers as of the beginning of the 2015-2016 
academic year in Region IV of the NAAE which includes:  Illinois, Indiana, Kentucky, 
Michigan, Missouri, and Ohio.  A 20% random sample of the population was selected 
from each of the six states to participate in this study.  The final response rate was 33.3%, 
n = 137 once missing data were removed. 
The respondents in this study were primarily male (61.3%) and taught an average 
of 11.7 years.  Approximately 28% of respondents held a Bachelor’s plus degree as the 
highest level of education obtained, 27% held a Master’s plus degree, 19.7% percent had 
a Bachelor’s degree, 2.2% had an Educational Specialist degree, and only 0.7% percent 
of respondents reported having earned a Doctorate degree.  In regards to teacher 
certification methods, approximately 87.6% of respondents were traditionally certified, 
with respondents in Illinois and Indiana both reported having the highest rate of 
traditionally certified (93.3%) secondary agricultural education teachers. 
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When comparing the overall attrition risk of secondary agricultural education 
teachers based upon teacher certification method, both traditionally certified and 
alternatively certified secondary agricultural education teachers are similar in overall 
attrition risk as well as in each of the following constructs 1) Alternative Career 
Opportunities, 2) People Frustrations, and 3) Passion for the Profession.     
A comparison of the educational level or degree obtained revealed no statistically 
significant differences observed in overall attrition risk scores or in each of the four 
constructs.  Regardless of educational degree obtained, attrition risk means were the 
greatest for the Expectations versus Realities construct.  The next highest attrition risk 
means were in Alternative Career Opportunities, followed by People Frustrations, and 
lastly, Passion for the Profession. 
Secondary agricultural education teachers within Region IV of the NAAE are at 
risk of leaving the agricultural teaching profession, regardless of certification method and 
education level obtainment.  Since traditionally certified teachers completed at least a 
four-year degree along with a student teaching internship experience, teacher education 
programs should implement methods to improve the preparation of these teachers, 
especially in the area of teaching expectations.  Additionally, school administration can 
look to professional development opportunities to create a more supportive school 
environment and promote classroom management to combat those negative issues of 
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Dear Region IV Teachers, 
 
My name is Aaron Scammahorn, and I am a doctoral student majoring in Agricultural 
and Extension Education at Mississippi State University. My research interest focuses on 
the attrition risks of secondary agricultural education teachers within Region IV. 
 
Within the next week I will be emailing you a request to participate in an online survey. 
The survey should take fewer than five minutes to complete. Your responses will be kept 
confidential and will not be linked back to you in any way. When the email appears, click 
on the link and answer the questions as they appear. 
 
I am looking forward to your help as I collect data for my research study. If you have any 
questions regarding this research, you may contact me at acs8@msstate.edu, or my 
committee chairman, Dr. Kirk Swortzel (KSwortzel@humansci.msstate.edu) by calling 
the Mississippi State University School of Human Sciences at 662-325-2950. 
 













My name is Aaron Scammahorn, and I am an agriculture teacher, FFA advisor, and a 
doctoral student majoring in Agricultural and Extension Education at Mississippi State 
University. My research interest is focused on the attrition risks of secondary agricultural 
education teachers serving in those states within Region IV. My study is nearly complete; 
however, I need your help with this final stage of my dissertation research. 
 
Being an agriculture teacher and FFA advisor, I know how busy you are during the start 
of the school year. The Ag Teacher Attrition Risk Assessment 34 question survey should 
take fewer than 5 minutes to complete. Your answers are confidential and will not be 
linked back to you in any way. To access the survey, simply click on the link, (ENTER 
LINK) and answer the questions that appear. By clicking on the link provided your 
consent is implied. Participation in this survey is completely voluntary, and you may stop 
at any time. 
 
I appreciate your help in my data collection, and if you have any questions, please feel 
free to email me at acs8@msstate.edu, or my committee chairman, Dr. Kirk Swortzel 
(KSwortzel@humansci.msstate.edu) by calling the Mississippi State University School of 
Human Sciences at 662-325-2950.  
 
This study has received approval from the Human Research Protection Program, Office 
of Research Compliance at Mississippi State University – a Board that protects the rights 
of people who participate in research. You may address concerns as a research participant 
with them at 662-325-3994. 
 









Agricultural and Extension Education, 










This is a quick email reminder to click on the link (ENTER LINK) if you are able, and 
complete a survey that will help me complete my doctoral research program. The survey 
should take no more than five minutes and all of your answers will be kept confidential. 
 
If you have already completed the survey, I want to thank you for your time and I know 













This email is my final request asking for your participation to complete a short survey 
and help me finish my data collection for my research. I understand that the beginning of 
school is a busy time for agriculture teachers and I really appreciate your help! 
 
Thank you to those who have already completed the survey. If you have not done so, and 
are willing to take a few minutes, please follow the link (ENTER LINK). Your responses 
will be kept confidential. 
 









Survey Instrument Administered Through Qualtrics™ Online Survey Software 
 
Agriculture Teacher Attrition Risk Assessment Questionnaire 
 
Thank you for agreeing to participate in this study! This survey should take you fewer 
than 5 minutes to complete. Your answers are confidential. However, if at any time you 
become uncomfortable, you may choose to skip a question or stop answering the 
questions altogether by simply closing your web browser. We hope this research will help 
us continue to better serve you and our profession. 
 
1.  Age:   
o Numeric Entry 
 
2.  Sex:   
o Male  
o Female 
 





o Other (please explain) 
 








5.  If you have children, please list their ages. 
o Text entry 
 
6.  Years of agriculture teaching experience? 
o Numeric Entry 
 









8.  Method of teacher certification 
o Traditionally certified 
o Alternatively certified 
 
9.  What is your highest level of education degree earned? 
o Bachelor’s 
o Bachelor’s plus 
o Master’s 
o Master’s plus 
o Educational Specialist 
o Doctorate 
 
10.  Please list the education licensure/certifications you currently possess. (ex: 
agriculture 8-12, speech, special education, principal, superintendent, etc.) 
o Text entry 
 
Please respond to each statement by 















11.  I teach agriculture because I 
enjoy helping students succeed. 
o  o  o  o  o  
12.  I teach agriculture because I want 
to share my passion for agriculture 
with others. 
o  o  o  o  o  
13.  I teach agriculture because I 
enjoy competition. 
o  o  o  o  o  
14.  I am often frustrated because an 
increasing proportion of my students 
are not “traditional” agriculture 
students. 
o  o  o  o  o  
15.  I struggle to maintain a good 
relationship with my teaching 
partner. 
o  o  o  o  o  
16.  I am often frustrated when 
working with students’ parents. 
o  o  o  o  o  
17.  My administrators are often a 
source of frustration for me. 
o  o  o  o  o  
18.  I would leave my position as an 
agriculture teacher for a job that 
requires less time away from home. 
o  o  o  o  o  
19.  I would leave my position as an 
agriculture teacher for a job that 
provided greater opportunity for 
advancement. 
o  o  o  o  o  
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20.  I would leave my position as an 
agriculture teacher for a job with a 
higher salary. 
o  o  o  o  o  
21.  My family depends on my 
income contribution. 
o  o  o  o  o  
22.  I expect to teach secondary 
agriculture until I retire. 
o  o  o  o  o  
23.  I expect to pursue a position in 
administration in the future. 
o  o  o  o  o  
24.  Others expect too much from me 
as an agriculture teacher. 
o  o  o  o  o  
25.  I will be willing to leave my 
position as an agriculture teacher 
when I accomplish all the goals I 
have set for myself. 
o  o  o  o  o  
26.  I am preparing to take advantage 
of the right opportunity to leave my 
position as an agriculture teacher. 
o  o  o  o  o  
27.  It would take a unique set of 
circumstances for me to leave my 
position as an agriculture teacher. 
o  o  o  o  o  
The realities of being a secondary 















28.  Time required o  o  o  o  o  
29.  Amount of work required o  o  o  o  o  
30.  Type of work required o  o  o  o  o  
31.  Difficulty of work o  o  o  o  o  
32.  Number of responsibilities o  o  o  o  o  





INSTITUTIONAL REVIEW BOARD FOR THE  
PROTEACTION OF HUMAN SUBJECTS  
MISSISSIPPI STATE UNIVERSITY 
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Protocol Title: Assessment of Secondary Agricultural Educators' Attrition risk in Region Four of the 
National Association of Agricultural Educators 
 
Protocol Number: 15-265 
 
Principal Investigator: Mr. Aaron Scammahorn 
 
Date of Determination: 8/18/2015 
 
Qualifying Exempt Category: 45 CFR 46.101(b)(2) 
 
Dear Mr. Scammahorn: 
 
The Human Research Protection Program has determined the above referenced project exempt from 
IRB review. 
 
Please note the following: 
 
Retain a copy of this correspondence for your records. 
 
 An approval stamp is required on all informed consents. You must use the stamped consent 
form for obtaining consent from participants. 
 
 Only the MSU staff and students named on the application are approved as MSU 
investigators and/or key personnel for this study. 
 
 The approved study will expire on 5/1/2016, which was the completion date indicated ! on 
your application. If additional time is needed, submit a continuation request. (SOP 01-07 
Continuing Review of Approved Applications) 
 
 Any modifications to the project must be reviewed and approved by the HRPP prior to 
implementation.  Any failure to adhere to the approved protocol could result in suspension or 
termination of your project. 
 
 Per university requirement, all research-related records (e.g. application materials, letters of 
support, signed consent forms, etc.) must be retained and available for audit for a period of at 
least 3 years after the research has ended. 
 
 It is the responsibility of the investigator to promptly report events that may represent 
unanticipated problems involving risks to subjects or others. 
 
This determination is issued under the Mississippi State University's OHRP Federalwide Assurance 
#FWA00000203. All forms and procedures can be found on the HRPP website: www.orc.msstate.edu. 
 
Thank you for your cooperation and good luck to you in conducting this research project. If you have 
questions or concerns, please contact me at jroberts@orc.msstate.edu or call 662-325-2238. 
 
Finally, we would greatly appreciate your feedback on the HRPP approval process. Please take a few 




Jodi Roberts, Ph.D. 
HRPP Officer 
 








 I would be happy for you to utilize my instrument to collect more data. Any increase in 
the number of respondents to a particular instrument certainly helps improve the 
instrument. I would like to suggest that you and I find some time to sit down and discuss 
the instrument. I have presented twice now on the preliminary development, and have 
received some good feedback on potential improvements that I would like for you to 
make before you collect data with it. There is some great potential for this instrument, 
and I am happy for the opportunity to continue to refine it using expanded populations. 
 As we think ahead, understanding your timeline (I visited with Dr. Swortzel briefly upon 
receiving your email), please know that I will be out of the office for ALE conference 
from July 11-16, and have the 4-H Co-Op leadership conference on campus July 21-23. 
So, probably the sooner we are able to visit, the better. 
 I have attached my dissertation, so that you can begin to understand how I developed the 
instrument. I think that will be helpful not only as we consider improvements in the form 
of additional questions, but also as you interpret your data once it has been collected. One 
of the things I would like to consider is placing some sort of identifier on the instruments 
so that we could go back to the same population next year to determine who left, thus 
starting to identify the threshold at which teachers make the decision to leave. 
 As you can see, I’ve put a lot of thought into where to go next with the instrument, and 
look forward to the opportunity to improve it. 
 Thank you,  
LL 
